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Introduction
Globalisation has compelled companies to improve their Human Resource Management in order to better manage their business operations in the international borders, with the international clients (Vincent et al., 2020). In this process, a company faces several difficulties in terms of managing employees when it grows. This report shall elaborate on discussing the case of quality compliance at the Hawthom Arms. The process that Trianon makes use of for recruiting candidates has been discussed in the case study. The case study is focused on staffing problem. It has highlighted the dynamic and complex relationship among the international assignment and the choice of competent and skilful expatriate manager for that assignment. In this regard, this report shall present a proper recruitment and selection process for Trianon and would evaluate how the proposed process would fit with the modern selection practices and the strategic requirements of the firm. Furthermore, the profiles of the three candidates would be evaluated in order to decide which candidate should Alistair select for the job. Finally, this report would focus on whether HR staff would be a part of the strategic decisions related to the international business operations like confirming any joint venture programme. 
[bookmark: _Toc98349607]Discussion
[bookmark: _Toc98349608]Suitable Recruitment and Selection Process for Trianon
	In order to become efficient, a firm required to take vital choices for its development strategy when the company wants to get merged, to relocate and to overthrow or to outsource. It is a part of the international business strategy. All these choices require appropriate policies, especially a HRM strategy. 
Recruitment refers to the process of having a suitable candidate in the right place and in the right time (Raghavan et al. 2020). The recruitment and selection process should be very effective and it would need assistance from the human resource department. It consists of meeting three strategic requirements related to cross cultural stability, technical ability and family requirements. In case of Trianon, Alistair must meet all the candidates who sat for the interview for ensuring that the future expatriate is meeting the cross-cultural suitability and all the technical potentials for realising the strategic goals and mission of the company. Cross cultural stability is vital in this process as the firm needs the candidate who have is adaptable to the new and changing environment or culture (Ecker et al. 2020). Apart from this, the next variable to consider for the firm is the technical ability of the candidate. It is a very important point in terms of expatriate’s adjustment and his potential of transferring the data and information for the headquarter to subsidiary. As per the recent data on expatriate’s selection, about 90% of the companies make their selection of candidate based on their managerial and technical skills and capabilities for the very job. Position filling is a common motive for global assignment (Wang, Lo and Weng 2019). Furthermore, in terms of family requirement, it is to mention that the company needs to select a candidate has the potential of adjusting for the expatriate’s family. According to the recent data, family and spouse are responsible for half of the expatriation failure cases because of the adjustment difficulties. For instance, the candidate should not have kids or a partner who is not open to moving or travelling for work. Also, the firm is required to avoid taking the candidate with young children as it could be hard for them to travel with their children. Family situation and communication skills of the spouse are primeval for the success of expatriate in host countries. 
Finally, selection test is important to use in the selection process in Trianon. There is a four-dimensional approach called the pertinent model proposed by Mendenhall and Oddou for illustrating the keys to the international or expatriate success by means of evaluating the strengths and weaknesses of candidates (Eichhorn et al. 2020). The first dimension is based on the self-oriented dimension that concerns mental hygiene and self-enjoyment. The second is the perceptual dimension would enable in understanding the habits of the host nation. As far as the third dimension is concerned, it is the others-orientees that refers to the skill of communicating with the host nation’s locals and dealing with them. Here, the two key elements are- 1) willingness to communicate and 2) relationship development. The fourth dimension is related to cultural toughness that claims that the expatriate must be able of making a difference in culture, laws and economy between his nation and that of the host nation (Zhong, Zhu and Zhang 2021). With the same, for making expatriation a success for the applicant, the firm must put in personal interviews, disposition training, work sample tests, cognitive ability tests and rewards.
[bookmark: _Toc98349609]Justification of the chosen candidate fit for the Job
	There are three possible candidates who are short listed by Alistair Mackay for the position of Quality Compliance (QC) Manager. It is an assignment of three years and would be based in Hungary for working for the new joint venture that involves Trianon and one of the Hungarian government-backed company. All these three candidates are from three different kind of expatriation selection. The first candidate is Marie Erten-Loiseau from France. She is Parent Country National or PCN. The next candidate is Janos Gabor. She is from Hungary and is Host-Country National or HCN. The last one is Sinead Marrinan-McGuire. She is from the Ireland and is Third-Country National or TCN. The job role seeks for the candidates who are already the master’s in joint venture objectives and targets. The firm also need a person with good technical skills as the job is going to be done on the ground floor. Each of these candidates has his and her own set of strengths and weaknesses. 
Strengths and Weaknesses of the three candidates
The first applicant has good technical and organisational skills and at the same time, she can speak in both German and French. She is also fitting well with the family aspect (a son at university and her husband is a semi-retired person). This applicant is also well-acquainted with the processes and dealings of the company. However, her weakness lies in the fact that she does not have joint venture skills. 
The second candidate is Janos Gabor who is Hungarian born. She is very experienced in the local products. He has good grip in Hungarian language and is fitting in the family aspect too. This candidate is single. However, he does not have technical skill and has good contact with political leaders, which could be a great hindrance. He would better work as cultural consultant and could also flourish in the field of networking for the country. 
The third candidate is Sinead Marrinan-McGuire. She has good knowledge and understanding about the corporate level and strategic issues. She has good technical experience in Hungarian joint venture and Alistair is already very impressed by her knowledge.  However, in terms of language skills, she is very weak and her family status can be a problem as she has three young children. Also, her husband is a solicitor and therefore they can face dual career couple issue in the future. Also, without proper backing of the partner of an expatriate, intercontinental project is likely to be a catastrophe. 
Appropriate Candidate for the Job Role
The perfect candidate for the job role is Marie Erten-Loiseau. She is the best suitable candidate for the role of QC Manager. Marie is educated as an aeronautical engineer from Germany and France. Also, she has already worked for Trianon for about thirteen years and that too on many assignments in various nations with huge victory. All because of her experience and knowledge. This signifies that Marie is a part of the decision-making process of the company. It is also to mention that majority of the companies consider the global experience for their employees. A candidate’s expatriation abroad is vital for learning about the new environments and cultures (Lee, Weber & Rivera, 2019). For example, often the qualified HCNS are present but the managers are still shifted to the international subsidiaries for acquiring knowledge and improving their skill set. All these attributes would help in the facilitation of transfer of knowledge to the employees of the joint venture company. It can be said that she has portrayed her leadership skills by means of assignments in Czech Republic and Poland and this again signifies that she has an experience of working in new environments. She is aware of the policies and processes of the company and hence, can easily achieve in the new joint venture Trianon in Hungary. 
Moreover, it is to mention that the expatriates epitomise a very powerful influence about the transmissions of the values and norms of the firm. The TCNs and HCNs might not be knowledgeable regarding the culture and distinctiveness of the company. For this reason, the best choice is to expat a PCN for transferring the business identity to subsidiary. All these factors make Marie the most appropriate candidate. She has all the technical skills needed, she does fit in the family status too and her husband is a semi-retired individual and her children study in college so it too would not be a factor in the future. She can be quite flexible with travelling to different places for work purpose. Finally, she is from a multicultural background and this can determine her performance, which is likely to be a successful one (Brett, Behfar and Kern 2020) . She has a proven track record of successfully completing down her projects in Poland and Czechoslovakia and this shows that is quite comfortable and can learn quickly in new cultures and environments. 
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	It is to mention that HR staff must be involved in the strategic decisions in terms of the global business operations such as finalising the joint venture agreements (Lauzikas and Miliute 2020). It is often seen that the companies that undertake new joint ventures neglect the aspects of HRM. Joint venture is a firm that is created by two or more firms together. All the involved companies combine their strengths for attaining a particular project. For doing so, they put their skills, knowledge, expertise, technologies as well as resources and then share the profits and risks that are created by the joint venture (Salvioni and Almici 2020). HR staff must be involved for ensuring that all the employees adjustments related to the joint venture are planned nicely and could be nicely executed. The selection and recruitment of candidates is a very long process and this is why it is very important for a firm to involve the HRs in planning the strategy of the firm at the earliest (Gilch and Sieweke 2021). As IHRM is linked with strategic planning, they need to be involved in the business meetings, which would influence the plan. Such increased involvement in strategic decision-making process would ensure good future forecasting of strategic business plan. Also, if HR staff is involved, they would set some reward systems and could give compensation and security (Bhardwaj, Mishra and Jain 2021). All these things have high possibilities of attracting more qualified candidates. With the same, they can choose the right candidate and this can make the business operation more profitable. However, if HR is not involved in the international business operation, the company could end up taking wrong decisions. If an expat is selected and if he or she fails to deal with the issues, the issue or repatriation will take place and that would again attract a huge loss in the company’s internationalisation process. 
[bookmark: _Toc98349611]Conclusion
Hence, from the above analysis it is to conclude that International human resource management is one of the key functions in the matter of going global as its role is allocating the resources for attaining the company goals. In case they make a single wrong choice or assign a wrong worker, it would cost a huge sum of money for the money along with a great wastage of time. For this reason, in case of international business, success is based on the HRM policies, which is required to be consistent with the strategy used by the firm. HR staffs play very important role within all the business operations that are done internationally. In the international business operations, there can be expatriate issues and HR staffs play a great role in making it a huge success. 
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